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As Taiwan became a member of WTO, the import’s limitation of automobiles was 
to be abolished and many national automobile brands had introduced in Taiwan. The 
automotive industry is highly competitive. Various automotive industry in order to 
find their competitive niche, start open up a way out, in addition to the emphasis on 
product quality, service quality has become an important indicator of customer loyalty. 
Automobile selling nowadays is still dependent on a large number of car sales for 
product sales. The critical successful key point lies in the car vendors have the good 
or bad sales, highly related to the service quality and sales performance. 
However, car sales turnover rate and training difficult, resulting in repeated 
loops recruitment and training costs, high turnover rate brought about a big waste in 
the automobile companies operating cost. Recruit a suitable sales has always been a 
biggest problem and challenge to the car company. Human capital is the last business 
assets, creating enduring firm’s competitive advantage. If you don’t understand the 
impact of investment in human capital to the firm, you can’t measure its value and 
return on investment (Nalbantian, 2004). 
The main purpose of this research is exploring the relationship between 
employee personality traits and human capital of the important characteristics and 
employee stability, and furthermore to understand the influence of human capital and 
employee stability on business performance. This research adopted semi-structured 
interviews and company’s empirical data to analyze and provide know how about 
employee stability and “selection, training, using, and keeping” employees to 
company managers, as firm’s growth suggestions and direction. 
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人力资源危机预警系统的运作模式，学者 Thomas Love (1998) 指出，培训能显
着地降低主动离职。Joyce Wycoff (1997) 认为人力资源管理可以从工作满意度和
















绩效之目的。故本研究以投资报酬率 ROI (rate of on investment) 常被使用的企


















2. 企业人力资本对于员工稳定度及企业绩效是否分别产生影响？  


























































































人力资本理论 (human capital theory) 主要在分析人类技能的获得，关心的
焦点是人、员工和技能，由 1979 年诺贝尔经济学奖得主 Schultz，于 1961 年以
经济价值的观点，首先就人力资本投资报酬提出相关研究 (徐联恩译，2004：
171-172)。而被视为领导人力资本理论发展的学者 Becker 认为，人力资本 重





个体的收入以及生产力之增加 (Lazear，1998)。据此，陈雯婷 (2004) 进一步将
人力资本的定义分为三个层次来讨论：   
1. 建构人力 
这是 基本的人力资本层次。透过条件式的招募甄选过程，搭配各项职能
教育培训的实施，寻找并培育人才，建立、架构起组织人力资本。   




能，以保障企业人力资本的资产。   

























工行为 (behavior)、人员努力 (effort)、人员投入时间 (time)。Dzinkowski (2000)
认为人力资本与组织内人员的能力(capabilities)、技能(skills)以及专业(expertise)
等相关。Brooking (1996) 将组织的人力资本分为五类：教育年数(education)、
职业证照资格(vocational qualifications)、工作相关知识(work related knowledge)、
职业的评价与心理测验(occupational assessments and psychometrics)、工作相关才
能 (work related competencies)。另一群学者透过人力资源计分卡  (Human 






例等。Kaplan & Norton (1996) 的平衡计分卡强调绩效驱动因子，以建立整合性
评估指标角度出发，Grossman (2000)认为人力资本评估指标必须符合：效率性 
(efficiency)、策略性 (strategic metrics)、投资报酬率  (ROI)、产业通用性 
(all-industry indicators) 等四大概念。而 Mayo (2001)以员工满意度、员工离职率
和员工生产力来衡量员工能力，并认为员工能力 (employee capabilities) 能够驱
动组织绩效。从组织的角度切入人力资本，主要核心概念在于强调员工为组织
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